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AGREEMENT 
This agreement is by and between the undersigned Superintendent of Schools of the Lyncourt 
Union Free ,School District, hereinafter termed the "DISTRICT' and Service Employees 
International Union, Local Zoounited, of Syracuse, New York, hereinafter termed the "UNION", 
wherein it is mutually agreed as follows: 
ARTICLE 1 
RECOGNITION AND UNION STATUS 
1.1 Representation 
The Lyncourt Union Free School District recognizes the Senice Employees' International 
Union, Local Zoounited, for the purpose of collective bargaining for d l  employees in the 
following job titles: Custodial Worker I; Custodid Worker Q Maintenance Worker I; 
Typist I; Teacher Aide (including Aides assigned to the library and to photocopying); 
Information Aide; School Monitor; Cook Manager; Food Service Helper I and Food 
Service Helper IL Excluded from the bargaining unit shall be the Secretary to the 
Superintendent of Schools; the District Clerk; the Treasurer; and all other positions. 
1.2 Negotiation 
For the duration of this agreement, the District agrees to negotiate exclusively with the 
Union, and in no way will the District negotiate with any other labor organization or with 
any individual employee in the bargaining unit regarding subjects covered by this 
agreement. 
ARTICLE 2 
UNION SECURITY 
2.1 Dues Deduction 
The District will deduct fiom the Employee's pay, dues as designated by the Union for 
membership dues on the basis of individually signed voluntary deduction authorization 
cards using a form agreed to by the District and the Union. 
The District agrees to provide the following information on the Union check-off on a 
monthly basis; name, date of hire, social security, dues paid, fill-timdpart-time, hourly 
rate, number of hours worked and t exmination date. 
2.2 Authorization of Dues 
Authorization and deductions of dues fiom Employees' pay shall remain in effect until 
and unless revoked during the window period in October of each year. The agency fee 
will be deducted from the pay of any Employee who does not authorize dues deduction or 
who revokes that authorization. 
2.3 Agency Fee 
Employees who have completed their probationary period shall, as a condition of 
employment, become members of the Union or pay an agency fee acceptable to the 
Union as equivalent to the uniform monthly dues and fees required of Union members. 
Indemnity 
1) The Union shall create a fully legal and adequate r e h d  procedure for agency fee 
payers who object to non-representational expenditures, and shall otherwise deal 
with the agency fee payers and all funds collected in a IawfUl and proper manner. 
2) The Union agrees to save and hold harmless the Board of Education and the 
Superintendent for any and all damages and liabilities including expenses of 
litigation, that may accrue by reason of any action, suit or proceeding involving or 
in any way relating to the agency shop fee deduction provision set forth in this 
igrewnent. 
2.4 Officers and Stewards 
The District recognizes the right of the Union to designate officers and stewards h m  
within the bargainiag unit. The Union will normally notify the District within ten (10) 
days of the appointment or election of any of its officers or stewards' as to the names of 
the persons so designated, their office or stewardship, the effective date of their service 
and the length of their term. The authority of the officers and stewards so designated by 
the Union shall be as follows: 
1) The investigation and presentation of grievances in accordance with the 
provisions of the Agreement. 
2) The transmission through established District courier service of such messages 
andlor information which may be authorized by the Union, providing such 
messages andlor information are reduced to writing for distribution or posting on 
the bulletin board, are of a routine nature and do not involve the refusal to 
perfom a work assignment. 
3) The Union President or Chief Steward shall be allowed up to one (1) hour per 
week, with pay, inside or outside of the school building, for Union business. The 
President or Chief Steward shall inform the Superintendent or hidher designee of 
hidher intention to use Union Business leave as soon as the need for it is known, - 
but at least 24 hours in advance. No officer shall be engaged in Union activities 
during working hours except pursuant to the above, or with the express prior 
approval of the Superintendent or School Business Administrator. Such activities 
shall not interfere with the normal course of work. 
Visitation 
1) The Union, through its representatives, has the right to visit District facilities to 
discuss Union business with the supervisors or members of the bargaining unit, 
with prior notice given to the School Business Administrator or his designee. 
2) The Union representative shall at all times confine business to Union business, 
and at no time interrupt service. Visitation shall not occur during normal District 
business hours unless authorized by the School Business Administrator or the 
Superintendent, which authorization shall not be unreasonably withheld. 
Bulletin Board 
The District shall furnish bulletin board space for Union announcements and meeting 
notices. Contents of Union postings will not be altered by the District provided that such 
communications do not include improper or illegal content. 
Bargaining Unit Roster 
Upon reasonable request submitted by the Union, or at least once each year, the District 
will provide to the Union a complete bargaining unit roster including names of 
employees, their effective date of employment and civil service classification. 
Upon receipt of written authorization h m  an employee, the Employer shall pursuant to 
such authorization deduct from the wages of the employee a sum specified in said 
authorization, and remit same for the SEIU Committee on Political Education (COPE). 
The Union shall provide a standard "Voluntary COPE Deduction Authorization Form" 
for the purpose of this authorization. 
ARTICLE 3 
NO STRIKE PLEDGE 
The Union hereby afKms  a policy that does not assert the right to strike against the District nor 
will it assist in or participate in any such strike by the Employees, nor will it impose any 
obligation on said Employees to conduct, assist or participate in a strike against the District. 
ARTICLE 4 
MANAGEMENT RIGHTS 
Except as specifically limited by express provisions of this Agreement, the Board of Education 
reserves the right to determine unilaterally the standards of service to be offered by the District; 
to set the standards of selection for employment; to direct and assign employees, and to regulate 
work schedules, even if it thereby increases or decreases working hours; to take disciplinary 
action; to relieve its employees h m  duty because of lack of work or other legitimate reasons; to 
maintain the efficiency of its operations; to determine the methods, means, and personnel by 
which its operations are to be conducted, to determine the content of job assignments; to assign 
positions to pay grades; to take all necessary actions to carry out its mission in emergencies; and 
to exercise complete control and discretion over its organization and facilities, and the means 
and technology to be used in performing the work of the District. 
ARTICLE 5 
LABOR MANAGEMENT MEETINGS 
Labor management meetings between the District and the Union will be carried out when 
needed. Either party shall be free to ask for a meeting; contact will be made either by telephone 
or in writing between the Union and the person designated by the District. The party requesting 
the meeting shall provide a proposed agenda in advance of the meeting. 
ARTICLE 6 
NEGOTIATION PROCEDURE 
It is further understood and agreed that any and all tentative agreements reached between 
the representative negotiating teams will not become binding on either party until ratified 
by the District and Employees of the Lyncourt Union Free School District who hold 
membership in the Union. 
The District agrees that it will provide the Union with ample copies of the tentative 
budget. 
The term "Collective Bargaining ~e~otiations"' hall include wages, hours, and other 
conditions of employment. 
If any provisions of this Agreement or any application of this Agreement should be found 
contrary to law, then such provision or application will be deemed invalid except to the 
extent permitted by law, but all other provisions and applications will continue in h l l  
force and effect. 
The District will provide printed copies of the Agreement to each Employee covered 
herein. 
ARTICLE 7 
PERSONNEL POLICIES 
Job Duties and Responsibilities 
1) A job description shall be available for each title in the bargaining unit. This job 
description shall be that of the Onondaga County Civil Service Commission, or it 
shall be consistent with that job description. The job description shall include a 
list of duties and responsibilities. 
2) Prior to accepting an appointment to any position, an employee shall agree to 
observe the duties and responsibilities of that position. 
3) Any employee in the bargaining unit may request a copy of hidher job description 
h m  the School Business Administrator. 
4) Each employee shall have the right to discuss the duties and responsibilities of 
his/her position with hidher immediate supervisor, and to make suggestions for 
changes and improvements. It is understood that the Onondaga County Civil 
Service Commission is the only entity with any authority to make f o d  or 
official changes. 
Evaluation Procedure 
1) Each probationary employee will be evaluated by his/her immediate supervisor at 
least twice during hidher probationary period. 
2) Each permanent employee will be evaluated by hidher immediate supervisor at 
least once each calendar year. 
3) Each evaluation will be in writing on a form provided by the District. The 
evaluator and the employee shall both sign and date the evaluation. The 
employee's signature indicates only that she  has seen the completed evaluation, 
not that dhe necessarily agrees with its contents. 
4) An employee may have a conference to discuss the evaluation with hidher 
supervisor upon the employee's request. The supervisor shall have the right to 
call such a conference. 
5 )  An employee who chooses to write a response to hidher evaluation shall have up 
to ten (10) workdays to submit the response to the District Office. The response 
will be attached to the evaluation form and placed in the employee's personnel 
file. 
6) Each employee will receive a copy of each of hidher evaluations. 
Personnel File 
No complaint, disciplinary letter or memorandum, or supervisory or evaluation report 
will be placed in an employee's file without the employee's knowledge. The employee 
shall be permitted to attach a statement of explanation within ten (10) working days, and 
shall be given a copy of documents so filed. An employee's initials on any such 
document shall represent only that dhe has seen the document, and shall not be construed 
to mean acceptance or agreement with the contents thereof. Items placed in any 
employee's personnel file become District records. As such, they are kept permanently 
throughout the individual's employment at Lyncourt. 
Discipline and Discharge 
Discipllmry action shall be in accordance with Section 75 of the Civil Service Law for 
all full-time employees who, since their last date of hire, have completed their 
probationary period and have at least one year of service. For permanent, I11-time 
employees, Section 75 shall be the exclusive forum for appeals fiom disciplinary action. 
7.5 Retirement 
The District offers enrollment in the New York State Employees' Retirement System, 
Sections 75-c and A-15. Membership in the Employees' Retirement System is 
mandatory for a l l  full-time 12-month and full-time 10 month employees. Membership is 
optional for auy employee working pmuant to a temporary appointment pending the 
results of a competitive Civil Service examination, and for employees working less than 
full-time, subject to the Plan's requirements. 
ARTICLE 8 
SENIORITY, LAYOFF AND RECALL 
8.1 Seniority 
1) When the employee is permanently appointed, seniority shall begin to accrue, and 
shall be retroactive to hidher date of hire. Seniority shall be calculated as 
continuous employment with the District since the most recent date of hire. 
2) TIED SENIORITY will be broken by the following factors, in the order listed: 
a) Date of appointment by the Board of Education; 
b) Order of appointment by the Board, if appointments are made at the same 
meeting; 
c) The last four digits of each employee's Social Security number, with the 
higher number of the two being deemed the more senior. 
3) Seniority shall be FROZEN during the following events: 
a) Any unpaid leave of absence. 
b) Any layoff. 
c) When the employee returns to work, hidher seniority is restored, but no 
seniority shall be earned during the time off the job. 
4) Seniority shall be BROKEN by any of the following events: 
a) Resignation; 
b) Retirement; 
d) Abandonment of position; 
e) Failure to return from a leave of absence; 
f )  . Layoff, with no recall until the expiration of the time period set out in 
Section 8.3.5 below for preferred eligibility. 
8.2 Job Posting and Bidding 
1) Openings for permanent vacancies or new positions shall be posted for at least 
five (5) working days prior to the selection of an applicant to fill the job or jobs 
on a permanent basis. It is understood that the District shall not be required to 
post positions for substitutes. 
Employees covered by this agreement will have the opportunity to bid on job 
openings or new jobs within the bargaining unit. The District will give serious 
consideration, including an interview, to any current member of the bargaining 
unit who may be qualified for a posted position. Promotions, transfers, and 
upgrades shall be made on the basis of employee qualifications. Seniority shall 
be the tie-breaker when two or more internal candidates are deemed by the 
District to be equally qualified. This section in no way limits management's right 
to hire applicants who are not currently employees of the District. 
8.3 Layoff and Recall Procedures 
To the extent that there is no conflict with Civil Service Law or regulations, layoff and 
recall procedures are established as follows: 
1) For purposes of this Article, the order of job classifications, in descending order 
are: 
CUSTODIAL STAFF FOOD SERVICE 
Custodial Worker I1 Cook Manager 
Custodial Worker I Food Service Helper II 
Food Service Helper I 
MAINTENANCE STAFF CLERICAL AIDES 
Maintenance Worker I 
In all cases of layofi, the employee(s) with the least seniority in the job 
classification(s) affected, as set out in Section 1 above, shall be the ht to be laid 
off or to exercise bumping procedure, with due consideration for the ability of 
remaining employees to perform the particular jobs. Bumping can occur only 
within the descending job ladders above. An employee cannot bump from one 
category into another. An employee who is to be laid off must noti@ the 
District's Business Office within seventy-two (72) hours after hdshe receives a 
layoff notice if the employee intends to exercise bumping rights. 
The decision to bump rests solely with the laid-off employee. If the bumping 
privilege is not exercised, the District agrees that the laid-off employee's 
unemployment benefits will not be challenged by the District. 
Employees shall be recalled ffom layoff, or returned to jobs h m  which they were 
bumped, in reverse order h m  that of the layoff. 
All employees shall be eligible for recall for the statutory period of preferred 
eligibility. The District will send recall notices to each employee's last address of 
record. It is the employee's responsibility to make sure that hidher address is 
correct. 
If, after completing a recall fkom any preferred eligibility list, vacancies remain 
and any members of the bargaining unit are on layoff fkom jobs not involved in 
the recall, management will interview all laid-off bargaining unit members who 
are possibly qualified before recruiting h m  outside. 
ARTICLE 9 
WOFCKTNG HOURS 
Normal Working Hours 
Normal work schedules are listed below. The District does not guarantee that these hours 
will always be available by setting them forth. 
Custodial and Maintenance, Work Week and Work Year 
Titles Included: Custodial Worker I and IT, Maintenance Worker I 
1) The nonnal workweek for Wl-time employees on staff as of September 1, 1998 
will be Monday through Friday. Each employee will be notified of hidher regular 
work schedule at the time of hire and whenever the schedule is changed. Except 
for District-wide emergency closings, the District will provide 24 hours' notice in 
the event there is a permanent change in an employee's work schedule. 
2) Custodial and Maintenance employees hired after the signing of the 1998-2001 
agreement may be required to work any five (5) consecutive days, which days 
may be other than Monday through Friday, with two consecutive days ofT 
3) Full-time Custodial and Maintenance employees shall normally work a #hour 
week (2,080 horn per year) including paid vacation days (see Article 1 1) and 
holidays (see Article 10). 
4) The normal full-time custodial work schedule shall be 8 hours per day, including 
one paid 15-minute break per day and 30 minutes for lunch. Because the meal 
break is paid time, all custodial employees shall be on call during meal breaks. 
"On cali" means the employee must be available for work as needed, either on the 
premises or available by beeper. 
9.3 Clerical Workday and Work Year 
Titles Included: Typist I 
1) The normal full-time clerical work schedule shall be 7.5 hours per day, including 
one paid 15-minute break per day, but excluding one-half hour duty-fke unpaid 
lunch. Full-time clerical employees shall normally work a 37 '/t -hour week. The 
normal 10-month work year shall consist of 200 paid days, including paid 
holidays, that is, 1,500 hours per year. (Holidays are in Article 10). 
2) The clerical emp'loyee who is assigned to the Committee on Special Education 
will have a work year of 220 days, including twenty (20) days between July 1 and 
August 3 1, and paid holidays, that is, 1,650 hours per year. (Holidays are in 
Article 10). 
9.4 Workday And Work Year For Instructional Aides 
Titles Included: Teacher Aide, Library Aide, Copy Aide 
-t - 
, 1) For full-time instructional aides (35 hours p a  week or more) the norma 10- 
month work year shall consist of 200 paid days, including paid holidays$& 
Article 10). 
2) Teacher Aides and the Library Aide are 10-month part-time positions with 
variable hours. 
9.5 Food Service Helper Schedules, Work Day and Work Year 
/- \ 
, 1) The Cook Manager is a 10-)0nth The normal full-time work schedule 
shall be 7 hours per day,hcluding one paid 15-minute break per day, but 
excluding one-half hour duty-free unpaid lunch (3 5 hours per week, 1,400 hours 
per year). The normal work year shall be 200 days, including paid holidays (see 
Article 10). The Cook Manager may be required to work a few additional days 
between the last day of school in June and the first day of school in September. 
Pay for these days shall be 1000 of the employee's annual per day worked. 
2) Cafeteria Aide is a 10-month, part-time position with variable hours. 
9.6 Delayed Opening of School and Early Closing of School Due to Emergencies 
1) When the opening of school is delayed because of inclement weather or another 
emergency, bargaining unit members will report to work as close to their normal 
starting time as possible, or at the time announced on radio and television. No 
employee who reports to work will suffer any loss of pay for such days. 
2) When school is dismissed early because of inclement weather or another 
emergency, Teacher Aides and Food Service Employees will be released as soon 
as practicable after students have been dismissed. No employee who is at work 
will suffer any loss of pay for such days. Custodial and Clerical Employees will 
be released at the discretion of the Superintendent or the School business 
Administrator. 
1 0.1 Annual Amount 
ARTICLE 10 
HOLIDAYS 
Each full-time 12-month employee who has a regular schedule of 35 hours per 
week or more shall earn 13 holidays per year. 
Each full-time 10-month employee who has a regular schedule of 35 hours per 
week or more shall earn 1 1 holidays per year. 
Each part-time employee who has a regular schedule of between 20 hours and 34 
hours per week shall earn 6 holidays per year. 
Each part-time employee who works less than 20 hours shall earn 3 paid holidays 
Per year- 
Lists of holidays are attached to this agreement as Appendix A. Upon approval 
by the Board of Education, each employee will receive a copy of the school 
calendar for each year. 
Ten-month employees and part-time employees will not be required to work on 
days when school is closed but which are not paid holidays. 
10.2 Eligibility 
To be eligible for holiday pay, an employee eligible under Section 10.1 above must be at 
work or on approved, paid vacation or personal business leave on the work day before 
and the work day after the holiday. If'an absence is the result of illness or injury 
documented by a physician or the result of an unavoidable emergency, the employee will 
also be eligible for holiday pay. 
ARTICLE 11 
VACATION 
Annual Amount 
Each 111-time 12-month employee who has a regular schedule of 35 hours per week or 
more shall earn vacation as follows: 
5 days after 1 year of employment 
10 days after 2 years of employment 
15 days after 8 years of employment 
Usage 
1) Vacation days must be used in the year following the year they are earned; no 
cany-over or accumulation. 
2) New employees must complete one calendar year of service before using vacation 
days. 
3) Employees will not be charged with a vacation day for a paid holiday which falls 
within their vacation period. For other provisions about holidays, see Holidays, 
Article 10. 
4) Employees shall submit vacation requests for July and August between May 1 and 
May 15. Requests for September through June for one week or more of vacation 
shall be submitted twenty (20) workdays or more in advance, and requests for 1 
through 4 days shall be submitted ten (10) workdays or more in advance. The 
School Business Administrator shall respond to each request within five (5) 
workdays after he/she receives it. No guaranteed approval is implied. When 
minimum s&ffing requirements are met, approval of vacation time will not be 
arbitrarily withheld. .Timely requests for vacation will be given preference over 
requests for the same vacation days which are submitted after the filing deadlines 
in this section. When a request for vacation would, if approved, prohibit the 
District from maintaining necessary staffing requirements, the District may 
require the employee to take the leave at a different time. When all requests have 
been timely received and staftkg requirements are met, seniority will be the 
determining factor in approving vacation requests for the same vacation days. 
Vacation Buyback 
1) After completion of 2nd year an employee will be entitled to buy back 5 unused 
vacation days earned in the previous year. 
2) After completion of the 8" year an employee will be entitled to buy back 8 unused 
vacation days earned in the previous year. 
3) In order for the employee to buyback days as defined in Section 1 1.3.1 and 
Section 11.3.2, notice must be given to the District on or before May 15' of that 
Year. 
ARTICLE 12 
LEAVES OF ABSENCE 
12.1 Sick Leave 
1) Annual Amount 
(a) Each I11-time 12-month employee and each hll-time 10-month employee 
who has a regular schedule of 35 hours per week or more shall earn 15 
sick leave days per year. 
(b) Each part-time employee who has a regular schedule of between 20 hours 
and 34 horn per week shall earn 7 sick leave days per year. 
(c) Each part-time employee who works less than 20 hours per week shall 
earn 3 sick days per year. 
(d) Employees (a-c) shall be credited with the above sick days upon their date 
of hire. to the District. 
2) Accumulation of Davs 
Employee shall have unlimited accumulation of sick days. 
3) Sick leave shall be available for use in I11-day and half-day increments. 
4) Procedures Regarding Sick Leave 
(a) Employees must call in sick at least one (1) hour before their scheduled 
starting hour. The District shall designate a telephone number to be used 
when an employee calls in sick, and shall post this information in the 
District Office. 
(b) If there is a question regarding the nature of an employee's reported 
illness, the District may require verification of the illness by a physician. 
The District may also require a physician's statement or a medical 
examination before permitting an employee to return to work following an 
illness or an injury. The section shall also apply to absences pursuant to, 
and returns to work following, a Family and Medical Leave Act absence. 
(c) When an employee will be absent h m  work because of an extended 
illness or injury, it is hidher responsibility to notify the School Business 
Administrator or hidher designee as soon as possible. The employee must 
keep the School Business Administrator informed of the progress of 
hidher recovery at least once a month. The employee will provide a 
minimum of three (3) working &ys of the exact date of return to work; 
without such notice, reemployment may be delayed. 
12.2 Sick Leave Bank 
A sick leave bank will be established. A full description is attached as Appendix D. 
12.3 Family Illness Leave 
1 ) Annual Amount 
(a) Each full-time 12-month egployee and each full-time 1 0-month employee 
who has a regular schedule of 35 hours per week or more shall earn 5 
family illness leave days per year. 
(b) Each part-time employee who has a regular schedule of between 20 hours 
and 34 hours per week may use general sick leave days for family illness. 
2) Family illness days do not accumulate. 
3) Defhition of a 'Yamily" - For purposes of this section, "family" shall be defined 
as: father, mother, husband, wife, child, brother, sister, grandparents, and father- 
in-law or mother-in-law. 
12.4 Family and Medical Leave Act 
1) In accordance with the applicable provisions of the Family and Medical Leave 
Act of 1993 ("FMLA"), eligible unit members shall be entitled to up to twelve 
(12) weeks (60 work days) of unpaid leave for FMLA approved absences per 
fiscal year (July 1 - June 30). 
2) To be eligible for FMLA leave an employee must have worked for Lyncourt 
Union Free School District for at least 12 months and at least 1,250 hours during 
the 12 months immediately preceding commencement of leave. 
3) Eligible employees wishing to take FMLA leave must make application for such 
leave, in advance (30 days where possible, or as soon thereafter as the employee 
becomes award of the need for such leave), on a form available h m  the Lyncourt 
Union Free School District office. - 
4) An employee granted FMLA leave will continue to be covered under Lyncourt 
Union Free School District's group health plan and dental insurance plans, under 
the same conditions as coverage would have been provided if the employee had 
been continuously employed during the leave period. The employee will be 
responsible for paying their portion of the applicable premium rate(s). 
When an employee requests FMLA leave, the District will first determine 
whether hekhe is eligible under Paragraph 2 of this section. Then the District 
will look back to the preceding July 1 ; absences, if any, of four (4) or more 
consecutive days for personal illness @aid or unpaid) and any previous FMLA 
leave occurring from July 1 to the effective date of the current FMLA leave will 
be subtracted from the twelve-week entitlement. The employee will then be 
granted the remainder of the twelve weeks for the requested leave. If the 
requested leave is for the employee's own serious health condition, paid sick 
leave shall run concurrently with the FMLA leave. Employees who have other 
applicable paid leave credits, (i.e. personal and family illness leaves) may, at the 
employee's option, apply such paid leave time against their FMLA leave and such 
paid leave shall run concurrently with and be a part of the FMLA absence. 
6) Except as othemise provided for herein, FMLA leave shall be subject to and 
governed by the applicable statute. 
Personal Leave 
1) Annual Amount 
(a) Each M1-time 12-month employee and each full-time 10-month employee 
who has a regular schedule of 35 hours per week or more shall earn 3 
personal business days per yea.. 
(b) Each part-time employee who has a regular schedule of between 20 hours 
and 34 hours per week shall earn 2 personal business days per year. 
(a) Use must be approved by the Superintendent at least three (3) workdays in 
advance except in an emergency. 
(b) No reason need be given for use of personal days, although use of personal 
days is limited to the conduct of personal business which cannot be 
transacted at times outside the employee's usual workday. 
3) Personal business leave shall be available for use in whole-day or half-day 
increments. 
4) Unused personal days accumulate to the employee's sick leave. 
12.6 Bereavement Leave 
1) Amount 
In the event of a death on one of the following immediate family members: 
father, mother, husband, wife, child, brother, sister, grandparents, and father-in- 
law or mother-in-law, the District will grant bereavement leave as follows: 
(a) Each full-time 12-month and each full-time 1 0-month employee who has a 
regular schedule of 35 hours per week or more, 5 bereavement leave days 
per event. 
@) Each part-time employee who has a regular schedule of between 20 hours 
and 34 hours per week, 3 bereavement leave days per event. 
2)  Other cases and requests for additional days will be at the discretion of the 
Administration upon written application by, and discussion with, the employee. 
This is neither personal sick leave not is it a deduction Erom accumulated sick 
leave. 
3) Bereavement leave days do not accumulate. 
12.7 Workers' Compensation 
1. All on-the-job injuries or illnesses should be reported within 24 hours, or as soon 
thereafter as possible, to the School Business Administrator, whether or not the 
employee expects to seek medical attention. 
2. The injured employee will be relieved of duty to seek medical attention before 
continuing work if so requested or if deemed advisable by the supervisor or the 
School Business Administrator. 
3. For employees eligible to earn sick leave: 
(a) If lost work time results fi-om a compensable on-the-job injury or illness, 
the employee may choose to be compensated at full pay until hdshe 
exhausts all accrued sick leave days. If and when the Workers' 
Compensation carrier determines that the injury or illness is compensable, 
the employee's sick leave time will be restored equivalent to the amount 
of money reimbursed by the carrier to the District. 
(b) When the employee's sick leave is exhausted, the employee will be 
compensated in accordance with the rules and procedures of the Worker's 
Compensation carrier. 
4) Family and Medical Leave Act, Section 12.4 above, shall apply to absences 
covered by Workers' Compensation. 
1) An employee required to serve on jury duty during regular working hours shall be 
compensated in accordance with applicable State or Federal law (New Yo* State 
Judiciary Law §§5 19 and 52 1, as amended on Februaxy 1 5,1998, or its successor; 
and 28 United States Code $91871 and 1875). 
2) The District will not discriminate against any employee for serving on a jury. 
3) On any day an employee is on call for jury duty, he/she will report to work until 
and unless summoned for such duty. 
ARTICLE 13 
COMPENSATION 
Wages For Continuing Employees 
Salary increases will be as follows: 
All employees shall receive an incr$:ase of 3% plus $0.12 adjustment on their hourly rate or a 
minimum of 3.9% whichever is greater. 
All continuing employees will receive a 4% increase across the board. 
All continuing employees will receive a 4% increase across the board. 
13.4 Starting Salary Rates 
Starting rates will be found in Appendix B. 
13.5 Pay Period 
1) All employees shall be paid in accordance with the payroll schedule as adopted 
annually by the Board of Education. 
2) Employees shall be paid for all hours worked including overtime compensation in 
essentially a biweekly basis. 
13.6 Overtime Policy and Pay 
Overtime is defined as any work in excess of an employee's normal workday or 
workweek. 
Overtime to be worked must be authorized by the Superintendent or the School 
Business Administrator in advance. In an emergency, the employee will call the 
Superintendent's designee at a telephone number established for this purpose 
before beginning the overtime work. 
Overtime work shall be offered in rotation, starting with the most senior 
employee in the department and continuing until the overtime assignment is 
accepted or the rotation is completed. Ifthe rotation list is not exhausted in the 
course of one overtime assignment, the next employee on the list will be the first 
to be offered the next overtime assignment. If no employee in the department 
accepts the overtime work, it shall be offered to other employees in the bargaining 
unit, if any, who are qualified to do the work. If no employee accepts the work 
the District will be free to offer the overtime work to individuals outside the 
bargaining unit. 
Employees will be paid for approved overtime at their regular hourly rate for all 
hours between their normal weekly schedule and 40 hours in any week. 
Employees will be paid for approved overtime at one-and-one half times their 
regular hourly rate for all hours exceeding 40 hours in any week. 
Employees will be paid for approved work on Sundays if Sunday is normally a 
scheduled day off, and for approved work on scheduled, paid holidays, at one- 
and-one half times their regular hourly rate. This rate will be paid in lieu of the 
employee's regular rate. The one-and-one-half time rate shall be paid whether or 
not the Sunday or holiday work takes the employee's hours worked for that week 
above 40. 
For purposes of overtime pay, "time worked" shall include all time worked, 
including holidays and scheduled, approved vacation days, but shall exclude sick 
leave, personal business leave, and all other time which is paid but not worked. 
13.7 Call-In Pay 
An employee who is not on the premises and who is called in to work will be paid the 
greater of the actual time worked or two (2) hours at hidher regular rate of pay. 
13.8 Temporary Promotion Pay 
Far all ~ositions excat Teacher Aides - $1 S O  per hour in addition to the substituting 
employee's regular rate of pay. The employee must substitute in a position in a higher 
classification or grade than hidher regular position. The temporary promotion must be 
authorized by the Superintendent or hidher designee. Temporary promotion pay will be 
retmactive to the first day of substitution. 
13.9 Travel Expenses and Mileage 
Travel in an employee's privately owned vehicle in the performance of job 
responsibilities, and authorized by the Superintendent or the School Business 
Administrator, shall be reimbursed at the current mileage rate paid by the District. 
13.1 0 Bus Monitors 
There shall be two positions as Bus Monitors. Each Bus Monitor shall be assigned to 
ride a school bus to supervise students. Each Bus Monitor shall ride the same school bus 
in the afternoon as in the morning, and that pair of rides shall comprise one trip. There 
are five trips in the average school week. The rate of pay shall be the starting rate times 
two. 
ARTICLE 14 
HEALTH AND DENTAL INSURANCE 
14.1 Health Insurance 
1) Employees are eligible to participate in the Blue Cross-Blue Shield Major Medial 
Plan (Regionwide Select Blue). 
Individual Plan - 95% by the District and 5% by the Employee. 
As of 9/1/06: Individual Plan - 94% by the District and 6% by the Employee. 
As of 1/1/08: Individual Plan - 93% by the District and 7% by the Employee. 
Dependent Plan 85% by the District and 1 5% by the Employee 
Prescription drug card co-payment rates shall be as follows: 
$5 generic, $10 brand name (or actual cost, if less); $0 mail order. 
As of 9/1/06: $6 generic, $12 brand name (or actual cost, if less); $5 mail order. 
As of 1/1/08: $7 generic, $13 brand name (or actual cost, if less); $5 mail order. 
2) ' An employee must be scheduled for 35 hours per week or more at least ten 
months per year to be eligible for health and dental insurance coverage. 
3) When both spouses are employed by the Lyncourt School District and one spouse 
carries the family health andlor dental insurance plan, the other spouse will not 
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carry an individual or family health and/or dental insurance plan. Each spouse 
may however, carry an individual health and/or dental plan. 
4) Health Insurance Premiums 
Individual - The District will pay 95% of the annual premium for each eligible 
employee. 
Family - The District will pay 85% of the annual premium for each eligible 
employee. 
HMOs - The District will pay the dollar amount equivalent to its percentage 
contributions to the fee-for-service plans. 
14.2 Dental Insurance 
The Delta Dental Plan will be available and the District will pay the following amounts 
per year under this plan as follows: 
2005-2006 2006-2007 207-2008 
Employees $395 $410 $425 
Family $800 $835 $870 
14.3 LRS. Section 125 Plan 
The Plan will be available to members of the bargaining unit beginning with calendar 
year 2002. 
14.4 Health Insurance Retirement Plan 
1) Employees who retire from the Lyncourt Union Free School District after a 
minimum of ten (10) years of service, and who were eligible to participate in the 
health insurance plan when they were active employees, will be eligible to 
continue in the health plan. To qualify for lifetime coverage, the employee must 
be fidl time (35 hours) and have 175 accumulated sick days, and must be enrolled 
in the District's health insurance plan six (6) months or longer before the effective 
date of retirement. 
2) An employee who is eligible under Paragraph 1 above and who has a minimum 
balance of 175 accumulated sick days, may use monies generated from these 
accumulated sick days up to a maximum of 185 days at the retiring employee's 
final dim rate of pay, to pay for continued health benefits with no percentage 
contribution from the District. Thereafter, the retiree shall be eligible to remain in 
the District's health insurance plan for the remainder of his or her life, and the 
District shall pay 50% of the premium cost of whatever insurance plan the retiree 
is enrolled in. 
When an employee accumulates the 175 sick days but then has to use some of 
them, so that h&e retires with fewer than 175 days, the employee remains 
qualified if the use of such sick days is due to a catastrophic illness or accident. 
The parties agree that a "catastrophic illness or accident" for this purpose will be 
more substantial than a "serious illness", deked under the Family and Medical 
Leave Act as an absence of three (3) consecutive days or longer. 
3) Employees who do not have a minimum balance of 175 accumulated sick days at 
the time they retire may still use any accumulated sick days they have to pay for 
health insurance premiums, until those days are exhausted. Medicare and 
COBRA regulations shall then apply. 
Insurance in the event of the death of an active employee or retiree: 
In the event of the death on an active or retired employee who is enrolled in the health 
insurance plan, the surviving dependent(s) of such person may continue in the plan for 
the next twelve (12) 111 months following the month of death at the same rate the active 
employee or retiree was paying at the time of death. After the twelve-month period, the 
dependent(s) may continue in the plan for life by paying the full cost of the premium at 
the group rate. 
Payout of Sick Days: 
Accumulated unused sick days in excess of 175 will be paid out at the rate of 50% of the 
employee's hourly rate of pay per day at the time the employee leaves the District. To 
qualify for this payout, the employee must have completed 10 consecutive years of 
service and who are regularly scheduled to work 6 or more hours per day. 
ARTICLE 15 
GRIEVANCE PROCEDURE 
Purpose 
It is the purpose of this procedure to encourage the equitable resolution of alleged 
violations of this agreement. 
Definitions 
1) "Grievance" is a claim by an employee or group of employees in this bargaining 
unit that there has been a violation of one or more provisions of this agreement. - 
2) "Supervisor" shall mean the employee's immediate supervisor. 
3) "Superintendent" shall mean the Superintendent of Schools or hidher designee. 
4) "Grievant" shall mean the employee filing a grievance. 
5) "Union" shall mean S.E.I.U., Local 200United, or any of its officers h m  the 
bargaining unit. 
15.3 Procedure 
1) Grievances must be filed within the time limits set out for each step of the 
grievance procedure, or the grievance will be barred or deemed discontinued. If 
the District fails to respond within the time limit for any step, the Union shall 
have the right to appeal to the next step. 
2) Time limits may be extended only by mutual written consent of the parties. 
3) Investigation and presentation of grievances shall take place outside the 
employee's working hours. 
4) All written grievances shall include the name and position of the grievant, the 
provision of the agreement alleged to have been violated, the time when and the 
place where the alleged event or condition giving rise to the grievance occurred, 
the identity, if Icnown, of the individual alleged to be responsible for causing the 
event or condition giving rise to the grievance; and the redress sought by the 
grievant. 
5 )  The grievant shall have the right to be represented by the Union or another 
representative of the grievant's choosing. 
6)  Except for the oral step (Step l.a), all appeals and responses shall be in writing. 
Each appeal and each response will be transmitted to the grievant, the Union and 
the Superintendent. 
15.4 Steps 
Step 1.a - Oral Step The grievant shall present hidher grievance informally to the 
School Business Administrator. The parties agree to make every effort to resolve 
grievances at this step. If the grievance is not satisfactorily resolved at Step 1 .a or 
the School Business Administrator does not render hidher oral decision within 
the time limit, the grievant may file a written grievance. 
Step 1.b - First Written Stm The grievant shall present bidher written grievance 
to the School Business Administrator. If the grievance is not satisfactorily 
resolved at Step 1 .b, or the School Business Administrator does not render bidher 
decision within the time limit, the grievant may appeal to Step 2. 
A grievance alleging a District-wide action may be filed directly at Step 2. 
2. Step 2 - Swerintendent of Schools The grievant shall present hidher written 
grievance to the Superintendent of Schools. Either party may request a meeting to 
discuss the grievance, which meeting must be held within the time limit for the 
District's response. If the grievance is not satisfactorily resolved at Step 2, or the 
Superintendent of Schools does not render hidher decision within the time limit, 
the grievant may appeal to Step 3. 
3. Step 3 - Board of Education The grievant shall present his/her written grievance 
to the Board of Education. Either party may request a hearing, which must be 
held at a regularly scheduled Board meeting, or before a committee of the Board 
if mutually agreed, within the time limit for the Board's response. 
4. Step 4 - Arbitration 
The Union may appeal to binding arbitration for all disputes except discipline and 
discharge. For discipline and discharge cases involving all full-time employees 
who have successhlly finished their probationary periods, Section 75 of the Civil 
Service Law shall be the exclusive remedy. For discipline and discharge cases 
involving probationary employees and part-time employees, the decision of the 
Board of Education shall be f h d  and binding. 
The Union shall submit the grievance to arbitration by notifying the 
President of the Board, with a copy to the Superintendent of Schools, to 
that effect. The notice must include a brief statement setting forth 
precisely the issue being submitted to arbitration and the specific 
provision or provisions of the agreement alleged to have been violated. 
Within ten (10) days after the Superintendent receives the written 
submission to arbitration, the Superintendent or hidher designee and the 
grievant andlor the Union shall select a mutually acceptable arbitrator. If 
the parties are unable to agree on an arbitrator, the parties will then request 
a list of arbitrators h m  the American Arbitration Association. If the 
dispute is submitted to the American Arbitration Association, the Union 
shall pay the filing fee. 
The arbitrator shall hear the matter promptly and shall issue hidher 
decision not later than thuty (30) calendar days from the date the hearing 
is closed (after all documents and briefs, if any, have been submitted). 
The arbitrator's decision shall be in writing, and shall set forth findings of 
fact and ~ecomrnendations on all issues submitted. The arbitrator shall 
have no authority to add to, subtract h m ,  or modify the agreement or any 
provision of it. The recommendations of the arbitrator shall be final and 
binding upon the grievant, the Union, and the District. 
The cost for the services of the arbitrator, including expenses, if any, shall 
be borne equally by the District and the Union. Each party will pay for its 
own advocates and representatives, if any. 
1 5.5 Time Limits 
1 .a Grievances must be filed at the oral step (Step 1.a) no later than ten (10) working 
&ys after the grievant knew or should have known of the event or condition 
giving rise to the grievance. 
1 .b Appeals to the first written step (Step 1.b) must be made no later than five (5) 
working days after the attempt to resolve the grievance at Step 1 .a; or within 
fifteen (15) working days after the grievant knew or should have known of the 
event or condition giving rise to the grievance. The School Business 
Administrator must respond within five (5) working days after the date of that 
meeting. 
1) Appeals to Step 2 must be made no later than five (5) working days after the 
attempt to resolve the grievance at Step 2. The Superintendent of Schools must 
respond within five (5) working days after he/she receives the appeal. If the 
parties have a meeting, the Superintendent of Schools must respond within five 
(5) working days after the date of that meeting. 
Appeals to Step 3 must be made no later than ten (10) working &ys after the 
attempt to resolve the grievance at Step 2. The District or the Union must request 
a hearing within five (5) working &ys after the Board receives the appeal. The 
hearing will be held not later than the next regularly scheduled Board meeting. If 
the parties have a hearing, the Board must respond within ten (1 0) working &ys 
after the date of the hearing. If the parties decide not to hold a hearing, the Board 
must respond within ten (10) working days after the regularly scheduled Board 
meeting immediately after the Board receives the appeal. 
4) Appeals to Step 4, for those disputes which are eligible for appeal to arbitration, 
must be made no later than ten (10) working days after the date the decision is 
issued by the Board of Education at Step 3. 
ARTICLE 16 
ENTIRE AGREEMENT 
This agreement constitutes the 111 and complete agreement of the parties and may be altered, 
changed, added to, deleted from, or modified only through the voluntary mutual consent of the 
parties in a written, signed amendment to this agreement. The Union agrees that all negotiable 
items have been discussed during the negotiation leading to this agreement, and agrees that 
negotiations will not have to be reopened on any item, whether contained in this agreement or 
not, nor will negotiations be reopened on the impact of any permissible management action, 
during the life of this agreement. The operating of schools and the direction of staff are vested 
exclusively in the Board of Education. 
TAYLOR LAW STATEMENT 
IT IS AGREED BY AND BETWEEN THE PARTIES THAT ANY PROVISION OF THIS 
AGREEMENT REQUIRING LEGISLATIVE ACTION TO PERMIT ITS 
IMPLEMENTATION BY AMENDMENT OF LAW OR BY PROWDING THE 
ADDITIONAL FUNDS TEEREFOR, SHALL NOT BECOME EFFECTIVE UNTIL THE 
APPROPRIATED LEGISLATIVE BODY HAS GIVEN APPROVAL. 
DURATION AND SIGNATURES 
This agreement shall be in effect h m  July 1,2005 through June 30,2008. 
APPENDIX A 
HOLIDAYS 
Full-Time 12-Month Staff - 13 Holidavs 
July Fourth 
Labor Day 
Columbus Day Observed 
Veterans' Day 
Thanksgiving Day 
Day After Thanksgiving 
Christmas (2 days) 
New Year's Day 
Martin Luther King Day 
Presidents' Day 
Good Friday 
Memorial Day 
Full-Time 1 &Month Staff - 11 Holidavs 
Columbus Day Observed 
Veterans' Day 
Thanksgiving Day 
Day After Thanksgiving 
Christmas (2 days) 
New Year's Day 
Martin Luther King Day 
Presidents' Day 
Good Friday 
Memorial Day 
Part-Time Ern~lovees Who Work Between 20 and 34 Hours Per Week - 6 Holidavs 
Thanksgiving Day 
Day After Thanksgiving 
Christmas Day 
New Year's Day 
Good Friday 
Memorial Day 
Part-Time Ern~loyees Who Work Less Than 20 Hours Per Week - 3 Holidays 
Thanksgiving Day 
Christmas Day 
New Year's Day 
STARTING RATES 
Current 
Custodial Worker I $ 9.40 
Maintenance Worker I $10.37 
Custodial Worker Il NIA 
Food Service Helper I $ 7.50 
Teacher Aide and, Monitor $ 7.50 
Typist I $10.50 
Information Aide $10.23 
Service Employees Disability Insurance 
1. Effective July 1,2006 Local 200 United Union Members may elect to participate in the 
Weekly Disability Benefit Plan through Service Employees Benefit Fund (SEBF). The 
cost shall be borne by the employees. 
2. Employees who elect for such coverage, the District has agreed to deduct the premium 
through a payroll deduction. The monthly premium will be $15.66 for 2006-2007 school 
year, $16.60 for the 2007-2008 school year. 
3. After the initial enrollment, new hires shall become eligible to become a participant after 
30 days of employment and the District will provide SEBF with the appropriate 
enrollment form within 30 days from the time they become eligible. 
4. The District agrees to be bound by he provisions of the Service Employees Benefit Fund 
Collections Policy, which is incorporated herein by reference. 
APPENDIX C 
MEMORANDUM OF AGREEMENT 
Between the Superintendent of the 
LYNCOURT UNION FREE SCHOOL DISTRICT 
and the 
SERVICE EMPLOYEES' INTERNATIONAL UNION, 
LOCAL 200UNITED 
Bus Monitors 
There shall be two positions as Bus Monitors. Each Bus Monitor shall be assigned to ride a 
school bus to supervise students. Each Bus Monitor shall ride the same school bus in the 
afternoon as in the morning, and that pair of rides shall comprise one trip. There are five trips in 
the average school week. 
a) The incumbents as of September 1, 1998, O'Loughlin and Viggiano, shall be 
credited with ten (10) hours per week towards eligibility for benefits for purposes 
of qualifyrng for the benefits in Articles 10, 1 1,12, and 14 of the collective 
bargaining agreement. 
b) All new bus monitors shall be credited with five (5) hours per week towards 
eligibility for benefits. The incumbents, if they resign and are subsequently 
rehired, also shall be credited with five (5) hours p a  week towards eligibility for 
benefits. 
The two incumbents, O'Lo~ghlin and Viggiano, shall be paid as follows: Each employee shall 
receive, for the duration of the 2001-2005 collective agreement, her regular hourly rate as a 
Teacher Aide times two hours. For new monitors, the per-trip rate of pay shall be the starting 
rate times two through 2004-2005. 
A G R E E D  
f l  the District For the Union 
APPENDIX D 
SICK LEAVE BANK 
There shall be established a Sick Leave Bank, the purpose of which is to provide additional sick 
leave for bargaining unit members who have exhausted their accumulated sick leave due to 
extended illness. The District shall not be liable for any legal proceedings or judgments resulting 
h m  the administration of the Sick Leave Bank. The Union shall administer the procedures of 
the Bank in accordance with the following conditions: 
All contributions will be voluntary. 
All members of the bargaining unit according to contract are eligible to 
participate. 
Each employee enrolling in the bank will donate fhm 1 to 3 days of their 
accumulated sick leave to a minimum of 80 total days in the bank. No new days 
will be added except by new membership or unless the bank falls below eighty 
days. In the event additional days are needed to replenish the bank balance, each 
enrolled member will donate days to the bank to the minimum of 80. 
"New membership" shall mean bargaining unit members newly employed by the 
District or those bargaining unit members who have not chosen to contribute to 
the bank, but later choose to do so. New members should indicate their desire to 
join by October 1st of each school year or within 30 days of hire if newly 
employed- 
Days may be withdrawn fhm the Bank for the personal extended illness or 
disability of the enrollee. 
The applicant must use all of his/her accumulated sick leave before becoming 
eligible for Sick Leave Bank days. 
Only those bargaining unit members who have contributed to the Bank will be 
eligible to withdraw days. 
Up to 30 days may be withdrawn by an individual fkom the Bank per school year. 
a In the event additional days are required for recovery, the Employee may 
apply in writing to the administrator for an extension. The administrator 
shall submit a recommendation on the request for extension to the Board 
of Education at the next scheduled Board meeting. Extensions granted by 
the Board of Education for additional sick leave would not be drawn h m  
the Sick Leave Bank. 
b. In the event the Employee does not need all the days hdshe applied for, 
the Employee shall submit a doctor's statement saying hdshe is able to 
11fill the duties required. All days unused h m  the granted total shall be 
returned to the Bank. 
2.5 Persons withdrawing h m  the Bank must leave their contributed days. 
3.1 A committee of 2 members of the Lyncourt local of the S.E.I.U. Local 200United 
shall administer the Bank. 
a In the event an elected committee member leaves the District, a new 
member shall be appointed by the president to complete the unexpired 
term. 
b. It shall be the duty of the committee to administer the Bank and to decide 
who shall be granted days and the amount to be granted. The amount 
granted shall not exceed 30 working days. 
By September 10th of each year, the School Business Administrator shall inform each Employee 
in writing of the number of accumulated sick days in each individual account. 
3.3 Each member shall complete form D-1 for contributions. The completed form 
must be submitted to the committee no later than October 1st. 
3.4 By October 5th of each year, the committee shall submit a list to the clerk of the 
Board of Education and the Administration of contributors, the number of days 
contributed by each member, and the total number of days in the Bank. 
3.5 When applying for sick days h m  the Bank, the applicant shall submit an 
application (Form D-2) and a doctor's statement of hidher inability to perform 
the required duties. The document shall also include the estimated number of 
days required for recovery (Form D-3). If, after exhausting the granted days, an 
Employee needs additional days he/she may reapply for the days by following the 
procedure in Section 2.4(a), above. 
3.6 The committee shall inform the applicant and the Administration in writing 
concerning the status of the application before the payroll date succeeding the 
filing of the application. 
3.7 By June 30th of each school year, the committee will submit a summary of all 
transactions to the Board of Education and the Administration. 
CONTRIBUTION TO SICK LEAVE BANK 
(Employee's Name) 
I, , contribute days of my accumulated 
sick leave to the Sick Leave Bank. 
(Employee's Signature) 
FORM D-2 
REOUEST FOR DAYS FROM SICK LEAVE BANK 
I, , request &ys h m  the S.E.I.U. 
Local 200United Sick Leave Bank for an extended personal illness or recovery. I have depleted 
all of my own accumulated sick leave days. A doctor's certificate is included with this 
application. 
(Employee's Signature) 
FORM D-3 
PHYSICIAN'S STATEMENT 
(Employee's Name) 
I certify that will be unable to perform hidher 
required duties from to because of 
@ate) @ate) 
(Reason or Reasons) 
(Doctor's Signature) 
APPENDIX E 
LYNCOURT UNION FREE SCHOOL DISTRICT 
GROUP HEALTH AND DENTAL INSURANCE ADMINISTRATIVE PROCEDURES 
TYPES OF ENROLLMENT 
There are two types of enrollment for which you may apply. Individual coveraee, which 
provides protection for yourself only; or Family coveraee, which provides protection for 
yourself, your spouse, and any eligible children. 
EMPLOYEE ELIGIBILITY 
To be eligible for health and dental insurance coverage, you must have been hired to work a 
regular schedule of 35 hours per week or more at least ten months per year. 
If you and your spouse both work for Lyncourt U.F.S.D., you may choose two individual plans or 
one family pla& but you may not enroll in two (2) family plans. 
When benefits are coordinated between two different employers who allow both parents with 
dependents to enroll in a family plan, Lyncourt follows the birthday rule, which makes the 
primary family plan that of the parent whose birthday falls earlier in the calendar year. 
DEPENDENT ELIGIBILITY 
The following types of dependents are eligible for coverage under the District's health and dental 
insurance plans: 
Spouse (a legally separated spouse is eligible for coverage but a former spouse is not); 
Unmarried children under 19 years of age; 
Unmarried children 19 years of age or older but under 25 who receive more than half of their 
support f h m  you, the enrolled employee, and who are I11-time students at a secondary or 
preparatory school or college or other accredited educational institution. 
Appendix E, Insurance Procedures (continued) 
A dependent child whose 19th birthday occurs during the school vacation period will 
continue to be covered under the plans, provided the child is enrolled in a school and it is 
anticipated the child will resume full-time student status at the end of the vacation period. In 
the event a dependent student is disabled and is granted a medical leave by the school (s)he is 
attending, coverage will be continued for a maximum of twelve (1 2) calendar months 
following the month in which the child withdraws h m  school plus the time between the end 
of that period and the beginning of the next regular semester. 
An unmarried child 19 years of age or older who is incapable of self-support by reason of 
mental or physical disability and who became so incapacitated before reaching age 19. The 
eligibility of such a dependent should be established as early as possible. This should be 
done at the time of your initial enrollment if the child is age 19 when you fmt enroll in the 
plans. For younger children, eligibility for continued coverage should be established at the 
time of the child's 19th birthday. 
In this plan, the term "child" or "children" includes: 
An employee's own child or legally adopted child, regardless of the child's place of residence 
or the degree of support provided; 
Any stepchild of the employee who permanently resides in the employee's home; 
Any other child supported by the employee or the spouse of the employee and permanently 
residing in the employee's home, provided the support and residence began before the child 
reached age 19. Residence of a temporary nature, as in the case of an exchange student, does 
not qualify a dependent for coverage. 
If no blood relationship (e.g., grandchild) or legal relationship (e.g., legal guardianship) 
exists, the dependent is not eligible unless the employee or the spouse of the employee 
provides at least 50% of the dependent's support. Where there is a blood relationship or legal 
relationship, permanent residence and some degree of support (although not necessarily 50%) 
are sufficient to establish eligibility. 
An employee's parents are not eligible for coverage even though they may qualify as dependents 
for income tax purposes. 
A dependent who loses eligibility status due to age, completion of schooling, divorce, or death of 
the enrolled individual who is the spouse of the dependent, shall be offered a continuation of 
coverage at the dependent's cost for up to 36 months following the loss of eligibility. 
Appendix E, Insurance Procedures (continued) 
ENROLLMJ2NT AND EFFECTIVE DATES OF COVERAGE 
If an employee applies during the month he/she is first employed, coverage will begin on the first 
day of that month. If an employee does not apply within that month, hdshe must wait to &ll 
until the next open enrollment period. 
Open enrollment periods are the months of September and March of each year. 
ENROLLMENT CHANGES DUE TO OUALIIWNG EVENTS OR THE COVERED 
EMPLOYEE'S REOUEST 
Changes in your family status may make it necessary or desirable for you to change the coverage 
for which you are enrolled. You must go to the Business Office and apply for any change. It 
does not happen automatically. 
You may request a change h m  individual to family coverage for one of the following reasons: 
Marriage; 
Newly acquired dependent child; 
To provide coverage for a previously eligible but menrolled spouse a d o r  dependent child 
or childrea 
If you wish to change h m  individual to family coverage, you should do so as soon a s  possible. 
Any delay in applying for such a change requires you to wait until the next open enrollment 
period. 
If you apply for family coverage within the month you first acquire an eligible dependent, family 
covemge will become effective on the first day of that month. If you apply for the change in 
coverage in advance of the qualifying event, arrangements can be made to begin coverage on the 
date of marriage or the date you acquire an eligible dependent child. If you do not apply for the 
change during the month you first become eligible, you must wait until the next open enrollment 
period. 
You may request a change h m  family to individual coverage at any time if you experience one 
of the following events: 
You no longer have dependents eligible for coverage; 
You no longer wish to provide coverage for your dependents even though they are still 
eligible for coverage. {In this case, you must wait until the next open enrollment period if 
you wish to re-enroll any of your dependents.) 
You undergo divorce or legal separation. {A legally separated spouse remains eligible for 
coverage.) 
Appendix E, Insurance Procedures (continued) 
Coverage under the District's health and dental plans will be continued while you are on an 
approved unpaid leave pursuant to the Family and Medical Leave Act of 1993. If you plan to 
take a leave, consult the Business Office in advance for details on how to continue your 
coverage. 
After insurance benefits h m  the 12 weeks of Family and Medical Leave have been exhausted, 
the employee, if still unable to return to work, may remain in the health insurance plan by paying 
100% of the premium at the group rate. 
A SUMMARY OF OUALIFYING EVENTS UNDER C.O.B.R.A. 
The Federal Consolidated Omnibus Budget Reconciliation Act allows an employee or hidher 
dependents to continue coverage for a period of time at their own expense after events such as 
the following: 
Termination of the covered employee's employment for reasons other than gross misconduct. 
For retirement, see that section in these regulations; 
Divorce or legal separation of the employee from hidher spouse. (A legally separated spouse 
remains eligible for coverage, but may elect COBRA if the covered employee removes the 
spouse from coverage.) 
A child who ceases to qualify as a &pendent under the plan requirements is eligible for 
COBRA; 
Death of the covered employee, for his/her dependents. 
OF EMPLOYMENT 
Normally, when you cease to be employed by the District, your coverage will end on the last day 
of the month during which employment ends. However, for ten-month employees who end their 
employment at the end of the school year, coverage for the July and August following are 
prepaid during the preceding school year, your coverage therefore ends on August 3 1". The 
departing employee may continue coverage in accordance with the provisions of COBRA. 
Appendix E, Insurance Procedures (continued) 
An employee whose services have been teamhated due to the abolition of hidher job may 
continue coverage in accordance with the provisions of COBRA. 
RElTRJ3MENT FROM SERVICE 
An enrolled employee is eligible to continue coverage after retirement under the following 
conditions: The employee is eligible to retire under the applicable State retirement system, shall 
meet the requirements for either the basic benefit or the partially paid benefit (set out below); and 
has been enrolled in whichever plan he/she intends to take into retirement for at least six (6) 
months prior to the effective date of retirement. 
Basic benefit: For retirees who have ten (1 0) or more years of service at Lyncourt School at 
a regular schedule of 35 hours per week or more at least ten months per year: Employees 
may use their accumulated sick leave days, at the per diem value of their salary as of the end 
of their final year of employment, to pay the premiums, with no percentage contribution h m  
the District, until those days are exhausted. Medicare and COBRA regulations shall then 
apply. 
Premium partlv   aid: An employee who has accumulated 175 or more sick leave days and 
who meets the requirements for the basic benefit is eligible to remain in the insurance plan 
for the remainder of hidher life. The employee shall use up to 185 of his accumulated sick 
days, or the employee's total accumulation, if less, at the per diem value of his/her salary as 
of the end of M e r  final year of employment, to pay for continued health benefits with no 
percentage contribution h m  the District. Thereafter, the retiree shall be eligible to remain in 
the District's health insurance plan for the remainder of his or her life, and the District shall 
pay 50% of the premium cost of whatever insurance plan the retiree is enrolled in. 
If the employee accumulates 175 or more sick days but sUffer~ a serious accident or 
catastrophic illness which causes the accumulation to drop to less than 175 days, the 
employee shall remain eligible for this benefit. 
Dental insurance shall be available to retirees under COBRA. 
Appendix E, Insurance Procedures (continued) 
ELIGIBILITY FOR MEDICARE 
When a retiree or a covered dependent of an enrolled employee or retiree becomes eligible for 
Medicare, either by reaching the age of 65 or because of disability, you should enroll in both Part 
A and Part B of the Medicare program. THE LYNCOURT INSURANCE PLAN WILL NOT 
PROVIDE ANY BENEFITS THAT AN ENROLLEE OR DEPENDENT IS ELIGIBLE TO 
RECEIVE FROM THE FEDERAL MEDICARE PROGRAM-PART A OR PART B-- 
WHETHER OR NOT THE ELIGIBLE PERSON HAS ENROLLED IN MEDICARE. 
CONSEQUENTLY, TO AVOID A DRASTIC REDUCTION IN HEALTH INSURANCE 
COVERAGE, IT IS ESSENTIAL THAT EACH ELIGIBLE ENROLLEE AND DEPENDENT 
BE ENROLLED IN BOTH PART A AND PART B OF MEDICARE. 
Bills for services covered by Medicare must be submitted to Medicare before they are submitted 
to any part of the Lyncourt insurance plan. The Lyncourt plan will supplement Medicare so that 
you and your covered dependent will have the same benefits you now have. 
SURVIVORS' COVERAGE IN THE EVENT OF THE DEATH OF THE ENROLLEE 
Surviving dependent@) may continue coverage in the District's group health and dental 
insurance plans in accordance with the provisions of COBRA. 
SAVINGS CLAUSE 
In the event statutes or regulations prohibit the compliance with any provision of these rules, the 
District will comply with them to the extent permitted; and the parties will meet for the purpose 
of negotiating the impact of any such change. 
Invalidation of any portion of these rules will not invalidate the regulations as a whole. 
APPENDIX F 
MEMORANDUM OF AGREEMENT 
Between the Superintendent of the 
LYNCOURT UNION FREE SCHOOL DISTRICT 
and the 
SERVICE EMPLOYEES' INTERNATIONAL UNION, 
LOCAL ZOOUNITED 
Full-Time 12-Month Work Year for Clerical Emplovees 
It is anticipated that the Secretary who currently works 220 days per year will begin working 12 
months per year early in calendar 2002. The following terms and conditions shall apply to the 
12-month position. 
The nonnal I11-time clerical work schedule shall be 7.5 hours per day, including one paid 15- 
minute break per day, but excluding one-half hour duty-free unpaid lunch. Full-time clerical 
employees shall normally work a 37 '/z -hour week. The normal 12-month work year shall 
consist of 260 paid days, including paid vacations and paid holidays, that is, 1,950 hours per 
year. (Holidays are in Article 10. Vacations are in Article 1 1 .) 
The incumbent Secretary, Sue Maloney, was hired effective September 1,2000. She will be 
given seniority credit fiom that date for vacations and all other benefits. 
A G R E E D  
f i r  the District For the Union 
